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ABBREVIATIONS

ADR - Alternate Dispute Resolution
AFFTC - Air Force Flight Test Center
AFGE - American Federation of Government Employees
AFi - Air Force Instruction

AFR - Air Force Regulation

BITS - Base Information Transfer System
CFR - Code of Federal Regulations

CPF - Civilian Personnel Flight

EDP - Environmental Differential Pay
EEO - Equal Employment Opportunity
EO - Executive Order

FLRA - Federal Labor Relations Authority
GAO - " General Accounting Office

JTR - Joint Travel Regulation

KSAs - Knowledge, Skill, and Abilities
LAN - Local Area Network

LES - Leave and Eamings Statement
LRO - | abor Relations Officer

MSFB - Merit Systems Protection Board
NGP - Negotiated Grievance Procedure
OMB - Office of Management and Budget
OPF - Official Personnel File

OPM - Office of Personnel Management
PD - Position Descriptions

PEP - Promotion Evaluation Pattern
PPRS - Promotion and Placement Referral System
RIF - Reduction-In-Force

SCD e Service Computation Date

TDP - Testing Designated Position

ULP - Unfair Labor Practice

usc - -United States Code



DEFINITIONS
FOR THE PURPOSES OF THIS AGREEMENT
Agency--Executive Agency-- the U.S. Air Force.
Alternate Work Schedule {(AWS)-— there are two (2) types:
1. Compressed Work Schedule (CWS)— a biweekly work schedule which
enables a full-tme employee to work eighty (80) hours in less than ten (10) full

workdays. The two (2) schedules are:

« 5-4/9--gight (8) nine-hour (8-hr) workdays and one (1) eight-hour (8-hr)
government-wide-rulesin a pay period. -

» 4/40—eight (8) ten-hour (10-hr) workdays in a pay period.

2. Flexible Work Schedule (FWS)— varied arrival and departure times revolving
around a designated core time within the eight (8) hour day, five (5) day workweek
schedute. _

Bargaining Unit Employees— All employees covered by the agreement.

Collective Bargaining— the performance of the mutual abligation of the AFFTC and
AFGE to consult and bargain in a good-faith effort.

Conditions of Employment-- any personne! policies, practices, and matters, whether
established by rule, reguiation, or ctherwise (e.g., past practices), affecting working
conditions.

Contract-- an agreement between the labor organization and the Employer concerning
conditions of employment for the Bargaining Unit Employees.

Days-- workdays, unless otherwise specified (e.g., calendar days).
Employer— AFFTC, Air Force Flight Test Center

Exclusive Representative— the labor organization that is certified as the exclusive
representative of employees, the American Federation of Government Employees

(AFGE), Local 1406.

Grievance-- any complaint by an employee, the Union or the Employer concerning a
breach of contract, law, rule or regulation affecting conditions of employment.

Labor Organization (Union)— an organization which has the purpose of dealing with
the Employer concerning grievances and conditions of employment of the Bargaining

Hnit Emvnlavossa
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Management Official— an individual employed by an agency in a position the duties
and responsibilities of which requires or authorizes the individual to formulate,
determine, or influence the policies of the agency. '

Parties-- AFFTC and AFGE.

Supervisor-- an individual employed by an Employer having authority in the interest of
the Employer to hire, direct, assign, promote, reward, transfer, furlough, layoff, recall,
suspend, discipline, or remove employees, to adjust their grievances, or to effectively
recommend such action.

Unfair Labor Practices (ULP)-- a violation of The Federal Service Labor-Management
Statute, Chapter 71 of Title 5 of the U.S. Code.



ARTICLE 1
RECOGNITION AND COVERAGE
Section 1. Recognition.
The American Federation of Government Employees, Local 1406 is recognized as the

exclusive representative for all Air Force Wage Grade empiloyees in all organizations
serviced by the Air Force Flight Test Center, Civilian Personnel Flight.

)

Section 2. Exclusions from Coverage.

The following employees are excluded from the bargaining unit covered by this
Agreement in accordance with the Statute:

(a) All management officials as defined by the Statute;

(b) All supervisors as defined by the Statute;,

(c) Confidential employees as defined as: employees who act in a confidentia
capacity with respect to an individual(s) who formulates or effectuates management

policies in the field of labor-management relations;

(d) Employees engaged in administering the provisions of the Statute;

(e) Employees also not covered are the Fire Protection Division of the 95 Civil
Frnamaarnna Smiadran
Enginesnng Squadro

(f} SATCO;

(Al An emnlovee enagaced in nersonnel work in other than a purely clerical

\sj Ui DPII!JIU N Ullt’ugv“ r P bi
capacity;

(h) General Schedule (GS) employees; and
(i) All other employees as delineated at 5 USC § 7112(b)(c).
ARTICLE 2
MATTERS SUBJECT TO NEGOT!AT]ON
Section 1. Itis agreed and understood that the parties shall engage in substantive

Al et o d implementation neqgotiations on chanaes to conditions of omnlnwmnm+
anda/oi nnpau ana impiementaucn neyo ge

for bargaining unit empioyees.

Section 2. As requ;red by law and/or Executive Order 12871, the parties agree to
AAAAAAAAAAAAAAAA i thiante ant farth in 5 HISC 87410R(DA 1)
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Section 3. Consultation.

(&) For the purposes of this Agreement, Consultation is defined as mutual
discussion of changes in conditions of employment affecting bargaining unit employees
to attempt to reach an understanding or agreement.

(b) Written notification of proposed changes shall be delivered to the President
or Vice President of AFGE at the Union office. Within five (5) workdays after receipt,
the Union may request and should meet with management. All requests for extension
of time will be given serious consideration. The parties will determine the number of
participants and meetings. Most generally, the meetings will be one-on-one. No formal
proposals will be exchanged and the parties will rely upon interest based bargaining to
reach agreement conceming the change(s). Consuitation between supervisor and
Union representative will be encouraged.

Section 4. Negotiation.

(a) For the purposes of this Agreement, Negotiation is defined as formal
discussion including the exchange of written proposals of changes in conditions of
employment affecting bargaining unit employees to reach mutual understanding or
agreement.

(b) If agreement is not reached during consultation, management will give
written notice to the Union describing the proposed change(s). To invoke negotiation,
the Union must submit written proposals o the LRO within ten (10) workdays following
the receipt of notice. Exceptions to the 10 government-wide-rulesresponse time should
be granted.

Section 5. No rule, regulation, order, policy or practice shall conflict with this
Agreement. This Agreement shall govern if not in conflict with Federal law or statute.

Section 6. It is agreed and understood that any prior benefits, practices or
understandings, mutually acceptable to the parties and beneficial to unit employees, not

specifically covered by or in conflict with this Agreement, shall be changed oniy by
mutual agreement of the parties.

ARTICLE 3
RIGHTS OF EMPLOYEES

Section 1. It is agreed that employees shall have, and be protected in the exercise of,
the right, freely and without fear of penalty or reprisal, to form, join, and assist any lawful

employee organization or to refrain from any such activity.

Section 2. The employee shall be given the opporiunity to be represented at a formal
discussion between management and unit employees concerning any grievance or any

narcsonnal nolicy or nractice o other neneral condition of embiovmeant or any
}I\rI\JUI th i ’-/U“\/J’ A2 PIUULIU\J wrr S R LRt b A et e AR e T L Hll'rﬁ!v:lllull\ A \-lllJ'

examination of any employee in the unit by a representative of management if the
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employee reasonably believes that the examination may result in disciplinary action
against the employee and the employee requests representation.

Section 3. Employees have the right to expect treatment from management which
sustains human dignity and self-respect.

Section 4. The Employer shall bi-annuaily inform unit employees in writing of their right
to representation.

ARTICLE 4
UNION RIGHTS
Section 1. Representation.

The AFGE is the exclusive representative of the employees in the unit and is entitied to
act for, and negotiate collective bargaining agreements covering all employees in the
unit and is responsible for representing the interests of all employees in the unit.

Section 2. Meetings.
The AFGE shall be given the opportunity to be represented at--

(a) any formal discussion between one or more representatives of the agency
and one or more employees in the unit or their representatives conceming any
grievance or any personnel policy or practices or other general condition of

emplovment: or
ployment; of

(b) any examination of an employee in the unit by a representative of the agency
in connection with an investigation if--

(1) the employee reasonably believes that the examination may result in
disciplinary action against the employee; and

ucted by Civihan Personnel l:lmhf an AFGE renmresentative
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The AFGE shall be notified of ail new hires to the bargaining unit, in addition, AFGE
shail be notified of barga:nmg unit employees which have been transferred, promoted

N s e d e

or separated on a guart terly basis.



Section 5. Bargaining Unit Employee Information for the AFGE.

Management shall provide to the AFGE, during the month of January, for its internal use
only, a copy of the computer printout of the names, position titles, grades, and duty
stations of all employees in the bargaining unit.

Section 6. Interference.

The Union will not interfere with, restrain, or coerce any employee in the exercise by the
employee of any right under the Federal Service Labor-Management Relations Statute.

ARTICLE 5
MANAGEMENT RIGHTS
Section 1. General.
(a) The Employer retains the fight to:

| (1) Determine the mission, budget, number of employees, organization,
and intemal security practices of the Agency.
(2) in accordance with applicable laws

1 s Tl 1

(a) to hire, assign, direct, layoff and retain emplioyees in the

Agency, or to suspend, remove, reduce in grade or pay, or take
nthar r-hr_-mnhn::ru actions aaainst such pmnlnum:.q

UG Wi albutllliis & p-L¥ LA uyees,

(b) to assign work to make determlnatlons with respect to
contracting out, and to determine the personnel by which
Agency operations shall be conducted,

I~y uath reenact it fillina nnqmnnq to mzake salactions for
\\.z} ¥vilnl t uqr.lu\.n (S LLELELIS ] [ it R LA AN THIRANGT i sl vl I 1wl

Appointments from among properiy ranked and certified
candidates for promotion or from any other appropriate source;
and

y\ tn tales wdataver actions may be necassary o carry out the
} W AT ¥ idiov ol auuvnig idy HOWTOOG y WU WGy WUl uig

mission of the Agency during emergencies.

(b) Nothing in this section shall preclude the Employer and the AFGE from

L T S TN
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(1) on the numbers, types, and grades of employees or positions
assigned to any organizational subdivision, work project, or tour of duty, or on the
technology, methods, and means of performing work; [In the event Executive
Order 12871 is rescinded and/or modified and in the event that it could or would
again become discretionary upon management to negotiate on these subjects,
management will not be required to negotiate these subjects |



(2) the procedures which management officials of the Agency wili observe
in exercising any authority under this Section; or :

(3) appropriate arrangements for empioyees adversely affected by the
exercise of any authority under this Section by such management officials.

The requirements of this Article shall apply to all supplemental agreements between
AFGE and the Employer.

ARTICLE 6
LABOR-MANAGEMENT RELATIONS MEETINGS

Section 1. A joint meeting, will be held once a month at a mutually agreed upon day
and time, unless otherwise mutually agreed to.by the Parties. Such meetings will be

held to discuss matters of concern to employees and management. Agenda items will

be exchan IBcd, in Writing, three !Q\ to five {R\ ‘-‘\’Orkda\'s before the meet.n3g

Unanticipated items considered serious may be submltted during the meeting. All
agenda items will contain sufficient detail to permit identification and research of the
matter to be discussed.

Section 2. The monthly meeting established by Section 1 of this article shall be held
between the Commander’s designated representative for Labor Management Relations
and other management officials up to and including an equal number of officials of the

bargaining unit. Additional personnel may attend, if needed, to participate in the

discussion. Official time shall be granted for these meetings.

Section 3. Minutes of the meetlng will be prepared by the Parties and a copy will be

exchanged within ten (10) workdays after the meeting. Both Parties must concur wit
the minutes of the meeting in final copy for the minutes to have status.

'_T

ARTICLE 7
BASIC WORKWEEK AND HOURS OF WORK

Section 1. The Emp!oyer and the Union recognize that the adminisirative workweek

DE‘QEHS at 0001 bunoay and ends at 2400 hours on the next followi ig odlUIUdy Itis
also agreed that employee work schedules shall be maintained as stable as practicable.

mally

Section 2. The Employer and the Union recognlze that the basic workweek
nd days

consisis of five (5) eight (8) hour days, Monday through Friday, o::LwUdy‘S ar
are not normally considered regular days of work.
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Section 3. Alternate Work Schedules (AWS).

(a) Bargaining unit employees may request to participate in an AWS as defined
in Title 5 USC § 6127 through § 6131.

(b) When management denies a request to paricipate in an AWS,
documentation showing the following will be provided to the employee(s) and the Union,
upon reguest within five (5) workdays (consideration shall be given to requests for
extension):

(1) a reduction in the productivity of the agency;

(2) a diminished level of services fumished to the public by the agency
and/or;

(3) an increase in the cost of agency operations (other than a reasonable
administrative cost relating to the process of establishing a flexible or compressed
schedule).

(c) Individual requests, if denied, may be appealed through the negotiated
grievance procedure. Establishment and/or termination of AWS shall be subject to
negotiations.

Section 4. All hours worked by bargaining unit employees shall be in a pay status in
accordance with the Fair Labor Standards Act of 1938. No bargaining unit employee

shall be permitted to work in a non-pay status. Management shall exercise its control to
ensure that work is nnf mrfnrmpd In 8 non-pay status.

Pl L R

Section 5. Bargaining unit employees may request and supervisors may grant

compensatory time off in lieu of irmegular or occasional overtime in accordance with
government-wide-rules and regulations. Bargaining unit employees may not be

intimidated, threatened, or coerced to request or not to request compensatory time off.
No employee shall be denied overtime work for not requesting or accepting

compensatory time. Bargaining unit employees may request compensatory overtime for
the purpose of taking compensatory time off without rhamp to leave when nprqnnal

LV I R Pul PU\J\' i lc.ll\llls \IUIIIPV lllllll

religious beliefs require that the employee abstain from work during certain periods of
the government-wide-rulesor workweek. Employee requests to work compensatory
overtime or to take time off to meet religious obligations may be disapproved by

manacemeant if such modifications in work schedules interfere with efficient mission
111qail IGECI <01y || A ] IV TT TSV & . L]
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accomplishment. Upon request, the supervisor shall provide in writing to the employee
the reasons for disapproving such a request.

(a) Rest Periods. Rest periods will normally be scheduled consistent with the
empioyee’s workday. For employees on an eight (8) hour day, breaks will normally be

nnnnnnnnnnnnnnnnn ~lE thranieh the firet and last half of asch warle ehift Enr
Yiai IU:‘U dppluﬂll[ialb‘ly Ildll Wc:l.y 9] uuuya! e nrst ang asi naim of eacn workK sinnt. rof
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employees on AWS, two (2) breaks may be granted twice in the first half and last half of
the day, but in no case will the break-time exceed thirty (30) minutes a day. Breaks
may not be a continuation of the lunch period or at the beginning or ending of the shift.
Either a formal or informal rest schedule shalt be established by the area supervisor
with the input of the employees.

(b) Lunch Periods. Lunch periods shall normally be taken halfway through the
shift. It is agreed that no employee will be required to work more than six (6) hours
continuously without a lunch period except in emergency situations. Unless
necessitated by operation requirements, lunch breaks will not be interrupted. An
empioyee required to return to work prior to completion of the lunch break wili be paid -
overtime in accordance with applicable laws and government wide regulations.

(c) Clean-up. Personnel on duty will normally be allowed no more than fifteen
(15) minutes of clean-up time prior to lunch and at the close of the shift for the purpose
of cleaning the work area and retuming tools to the tool room and general clean-up
duties. The amount of clean-up time wiil correspond to the type of work and extent to
which clean-up is necessary as determined by the supervisor but with input from the
employees. Employees in positions for which special clothing has been furnished shall
be allowed sufficient time to change into and out of this clothing when necessary.

Section 7. Bargaining unit employees shall not be required to work split shifts.
| ARTICLE 8

OVERTIME

(a) Management, at its discretion, may require employees to work overtime.

(bY Emplovees shall have advance authorization from management prior to
\LJ! |_|!|V|\J s e d b il Nl ¥ S -t +

c) When scheduled overtime is required, @ minimum of tweive (12) hours
+ o

lnveeas will he aiven
Tt At vl FTY D B S allv- L

(d) If overtime needs to be worked, first consideration shall be given to the
qualified bargaining unit employees within that work center or shift, prior to considering
~ T 1

Section 2. Overtime Log.

PN PR, i airall maintain an ovenrime tog in which all overtime (scheduled
fa) Wiarnageimnernil Sial 1haililaiil ai: WVTE Uty vy - =1 S ] L -
and unscheduled) will be recorded for all employees. This log shail contain at a
minimum:
4y tea A F 2l amelAaveoe i 2 narticutar work center or shift
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(2). the date and amount of overtime actually worked;

{3). anotation of the employees’ acceptance or declination of the offer.

QOvertime offered but refused will be recorded in the log as overiime worked.

(b) The log shall be established and maintained for two (2) calendar vears. This

log shaH be available at anytime for review by the employees or their representatwes.
At the end of the first year management will review the log for disparate distribution of

overtime. After reviewing the log, management agrees to make a diligent effort, during
the second year, to eliminate any disparate distribution of overtime.

(c} On the first regular government-wide-rulesfollowing January 1 of the second

ar the log for overtime will show zerc (0} hours worked. The monthly logs for the two
(2) years shall be retained for thirty (30) days after the overtime has heen zeroed aut.

3R T Vg SR Y e L A Ee YT LTIVT S O

Section 3. Distribution of Overtime.

{al Overti

=¥ L

shall be distributed fairly and equitably amon
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employees within a work center or shift, where the overtlme is required.
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rime

(b) The bargaining unit employee with the least amount of overtime worked
irst, o perform scheduled overtime.

arad tha A .
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(c) Overtime shall be offered in an ascending order (from the least to the most
overtime hours worked) to the other qualified bargaining unit employees within the work

(d) New employees will be credited as having worked the average number of
hours of the other employees within the work center or shift.

Section 4. Overtime Compensation.

o el e e I -

All bargaining nit empioyees shall be compensated in accordance with all applicable
laws and reguia tions fo rfo

S
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Section 5. Unscheduled Overtime.

PR AAMe o e bl ]l
(a) When unscheduled

shall be asked first.

(b) Empioyees shall have the right to refuse unscheduted overtime only if the
additional work could impair the health or efficiency of the employee or create an
extreme hardship or the employee has a valid excuse for not working the unscheduled

overtime.
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(¢) Unscheduled overtime shall be offered to other qualified bargaining unit
employees in accordance with Sections 3b and 3c, if overtime is necessary.

(d) Employees required to work unscheduted overtime in excess of two (2) hours
will be authorized a rest period of twenty (20) minutes at the end of their regular shift or
as soon thereafter as possible.

(e) During an unscheduled overtime assignment of four (4) hours or more,
employees will be authorized an on-the-job lunch period of twenty (20} minutes when it
is possible to do so without stopping or interrupting the work in progress. Under these
conditions the time covered by the twenty (20) minutes on-the-job lunch period is
considered part of the paid overtime.

(f) An employee is considered as having performed a minimum of two (2) hours
overtime if called back to perform overtime on a regular non-work day, during hours
outside normal work hours on a holiday falling within the employee’s regulariy
scheduled workweek, or after leaving the place of employment on a regularly scheduled

workday. Overtime cortinucus with an employee’s regularly scheduled tour of duty is
not considerad cail-back overtime.

Section 6. Standby.

Bargaining unit employees who are placed on standby duty shall be paid in accordance
with all applicable laws and regulations.
ARTICLE 9
LEAVE

Annual Leave

Section 1. Annuai leave is an important and significant benefit for all empioyees. The
taking of annual leave is a right of the employee, subject to the approval of the
supervisor and contingent upon workload. Prior to 15 February, employees should
reguest scheduling of proiected leave for the leave vear. I:mnlmtnae mavy request
lcqucat QM IC\JUII!IB i PIU ShlAd el W s Thrd ¥ b A A2 R | S

annual leave in any pattem and in any amount. The compieted projected leave
schedule shall be posted within the work area by no later than 17 March.

Section 2. If conflicts in scheduling leave occur, the supervisor will confer with the
employees concerned to obtain mutual agreement to resoive the conflict. If this step
fails, and in the absence of personal hardship as determined by the supervisor, the
person havang the earliest service computation date (as recorded on the SF-50) will be
given the first choice of the desired time. Subsequent choices will be based on the

same criteria.

12



Section 3. Once an employee has scheduled leave, the employee may be permitted to
change the schedule when such change will not disturb the choice of another empioyee

or hamper the workload.

(Rt

Section 4. Unscheduled leave not projected by 15 February must be requested as far in
advance as possible and not conflict with the projected leave schedule.

Section 5. Absences for emergency reasons, except where circumstances prevent, will
be reported to the immediate supervisor or designee by the employee within two (2)
hours after the start of the shift to which assigned or earlier if possible. If the immediate
supervisor or designee is not available, approval must be requested from progressively
higher levels of supervision. Upon request the supervisor will provide justification for
the denial of annual leave (SF-71).

Section 6. Subject to supervisory approval, an employee may be granted the amount of
annual leave which hefshe will accrue dunng the remainder of the leave year. Unlike
accrued annual leave, advanced annual leave is not a right.

Section 7. Annual leave will be restored consistent with 5 CFR § 630.305 through 5
3

Section 8. Annual leave may be used in increments of fifteen (15) minutes.
Sick Leave

Section 1. Sick leave shail be granted to employees when they are incapacitated for
the performance of their duties due to illness, injury or other valid medical reason. Sick
UG PoHiuiniadl S U U IS UUUD O WU A 31T 3,

leave may also be used for medical, dental or optlcai examinations or freatments, when

requested in advance of the absence.

..... vho are unable o report to duty hu:mm 1ise of illness or mn iry will
OC’LJHUH L EHIPIUyUGD WO are unaoic W = S R e o

report their absence to their supervisor or designee w1th|n two (2) hours after the start of
the shift. For emergencies, such as serious accident or illness, supervisors will exercise

due consideration of circumstances in enforcing this reporting requirement. Sick leave
- firet Aoy The nmnlnunn will advise the supervisor of the
”iubl Utﬂ [eque::l.uu on I.HE fif Sy Way. IS Sipavy oo Vil Qe e I

¥ i

anticipated duration of the illness. Supervisors will normally relieve the employee from
requesting additional sick leave on a daily basis. However, if sick leave beyond what
was ongmally antlcapated is requ:red the employee will again notify the supervisor. For

I [P workdave continued leave will be arranaed between
dUbebe‘b Uf more U]d” thres \J) WOITRGay s, conunuea eay TR WL i ddl igietd Ry v

the employee and his/her supervisor.

Section 3. For periods of three (3) workdays or less the employee will not be required
to provide medicai or written certification. For absences in excess of three (3)
workdays, the employee’s signed statement explaining the nature of the iliness will be
acceptable in lieu of a medical certificate, if the employee was not attended by a
physician and the supervisor agrees.

13



Section 4. A medical certificate may be required of an employee if his/her supervisor

has specific evidence of sick leave abuse or if the employee has been counseled on
sick leave abuse as notated in the 971 file. The attendance records of emplovees

[ 3 Car f R B

required to submit a medical certificate for such absence on sick leave should be
reviewed at least annually and the requirement withdrawn if improvement is made. The
individual authorized to approve leave must ascertain, in each individual case, whether
the circumstances justify approval of the sick leave request. The employee will be
notified promptly, in writing, of disapproval of a request provided it is requested in
writing (SF-71).

Section 5. Employees may request from their supervisor advﬂnc.e sick leave, not fo
exceed 240 hours, in cases of serious illness or dlsablhty Generally, an advance of
sick leave will not be granted if it is considered likely that the employee will not return to

duty for a sufficient period of time to earn the leave or has sufficient accumulated credit
fram which tha daficit can be liquidated
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Section 6. Employees shall not be placed on sick leave without their consent when they
are ready, willing, and able to work, uniess they are unable to perform the duties of their
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Section 7. An approved absence, which would otherwise be chargeabie to sick leave,
may be charged to annual leave if requested by the employee.

Section 8. Sick leave may be used in increments of fifteen (15) minutes.

Voting Leave/Court Leave

Section 1. Employees requesting time off to vote are excused without charge to leave
for the amount of time necessary to permit them to report three {3) hours after the polis
open or to leave work three (3) hours before the polis close, whichever requires the
least amount of time off. Normally, where the polls are cpen either three (3) hours
before or close three (3) hours after the employee’s regular duty hours, no time off is

granted.
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to Iea e or Ioss of pay for jury duty or for a ttendlng jud cnal proceedtngs as a witness
for the government. Employees shall take either annual leave (A/L) or leave without

pay (LWOP) to appear for the defense or as a defendant in any court case.

U}

Maternity and Family Leave

Section 1. To the extent required by law, the Employer shall comply with the Family
and Medical Leave Act of 1883. In recognition of the need for a flexible and
compassionate leave policy to assist employees to blend their work life and their family
responsibilities, the Employer shall consider all reasonable and timely requests from
employees that meet the criteria established by the Act for leave.

14



Section 2. Temporary and intermittent employees are excluded from coverage. To be
eligible, other employees must have completed at least tweive (12) months of civilian
service with the Federal government. '
Section 3. An employee shall be entitled to a total of twelve (12) administrative
workweeks of unpaid leave (LWOP) during any 12-month period for one or more of the
following reasons:

(a) birth of & son or daughter and care of newborn (within 1 year after birth);

(b) placement of a son or daughter with employee for adoption or foster care
(within 1 year after placement);

(c) care for spouse, son, daughter, or parent with a serious health condition; or

(d) serious health condition of empioyee that makes employee unable to perform
duties of his or her position.

Leave Without Pay (LWOP)

Section 1. LWOP is a temporary non-pay status and an authorized absence from duty
which may be granted upon the employee’s request. It should not be confused with
absence without leave which is charged for unauthorized absence or absence for which
the employee's leave request was denied or unjustified.

Section 2. LWOP may be granted upon specific request of an employee for educational
purposes, illness or disability not of a permanent nature, for pending disability retirement
or for a claim on Workers Compensation, or when an employee has insufficient annual
or sick leave. LWOP should be granted only when it is apparent that it will resuit in
increased job ability, protection or improvement in the employee’s health, or the
retention of a desirable empioyee.

Section 3. The granting of LWOP is a matter of administrative discretion except to a
disabled veteran to cover an absence for medical treatment related to a service-
connected disability, and to a member of the Reserves or Naticnal Guard to perform
military training duties.

Section 4. An approved absence which would otherwise be chargeable to sick leave
will first be charged to annual leave and then LWOP, if the employee has insufficient
sick leave to cover the absence. :

Military Leave

Section 1. An eligible full-time employee who 1s @ member in the Reserve of the armed
forces or a member of the National Guard accrues fifteen {(15) days military leave each
fiscal year. Any military leave (not to exceed fifteen [15] days) which is unused at the
beginning of the succeeding fiscal year (1 Oct.) is carried forward for use in addition to
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the days which are credited at the beginning of that fiscal year, for a maximum accruaf
of thirty (30) days in a fiscal year.

Section 2. Employees entitled to military leave must:
(a) be a member of a Reserve or National Guard component;
(b) be serving in an appointment that is not limited to one (1) year or less;

(c) be a full-ime, part-time or indefinite empioyee who does not have an
4

Section 3. Military leave granted is charged on a calendar day basis. No charge is
made for non-workdays at the beginning and end of a period of absence on active

tledvmm ¢+ Ao abr s
military duty. However, all intervening non-workdays, including holidays, falling within

the period of military duty must be charged to military leave.
Section 4. Requests for military leave must be supported by a copy of the orders.
ARTICLE 10
SAFETY AND HEALTH

Section 1. General. The Employer shall, to the fullest extent of its authority, provide
and maintain safe and healthful working conditions for all employees. The Employer
shall comply with all requirements of Executive Order 12196, Federal, State and Kern
county laws and with AFOSH Standards. The Employer and the AFGE are committed
to operate in accordance with 28 CFR.

Section 2. Reporting and Corrective Actions. The AFGE may assign an officiat or
steward of AFGE as a Safety and Health Representative for Edwards AFB, and it shall
be his/her responsibility to report any unhealthful, hazardous, or unsafe conditions
directly to the organization’s Safety Officer or any employee(s) may report to the AFGE
or the organization's Safety Officer any suspected unheaithful, hazardous, or unsafe
condition. VWhen the organlzancﬁ s Ddu;'Ly Officer cannot abate the hazard within one
work day, the organizational Safety Officer shall notify the AFFTC Ground Safety Office.
The Employer agrees that it shall provide immediate abatement of unsafe or unhealthful
working conditions. Procedures for abatement of unsafe or unhealthful working
conditions shali be compiied with as required by 29 CFR. Where the unsafe conditions
are an immediate danger to life and limb and the repairs necessary to correct the
unsafe conditions are of such an extensive nature that immediate repairs cannot be
made to render the area safe, the employees shall not be exposed to the hazard and
alternate accommodations shall be found until the area is made safe.

Section 3. Committees. The Employer has established Safety and Heaith Committees
as defined by Executive Order, 29 CFR and AFOSH. They are estabiished to monitor
and assist the Employer’s Safety and Heaith Programs.
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Section 4. Safety Inspections. Normally, there shall be a scheduled annual safety
inspection of all areas where bargaining unit employees work. The Union-shall actively

narticinate in the inspections. as the Union is concerned with the safety and nrotection
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of the employees. All discrepancies that are of particular concern to the employees
shall be reported to the organization's Safety Officer for a full investigation and
corrective action(s) within thirty (30) calendar days. If any discrepancy is life and limb

th n:fnninn it shall be reporied wi ithin one governmeniwide-ry llnecnr! chall ha rarracstad
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as soon as is reasonably possibie.
Section 5. Employees Rights and Responsibilities.

(a) The detection of unsafe and unhealthful working conditions at the earliest
possible time and prompt correction of related hazards at the lowest possible working
level are essential etements of any Safety and Health Program. Any employee in the
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hisfher health or well-being shall notify the supervisor of the situation immediately and
shall file a report of unsafe or unhealthful working conditions to the organizational Safety
Officer, as soon as possible during the shift. If the superwsor cannot solve the problem
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matter to the organizational Safety Officer.
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{b)y The Employer shall assure that no employee is subject to restraint,
erference, coercion, discrimination, or reprisal for filing a report of unsafe or
unhealthful working conditions or other participation in the Employer's Safety Program
activities. An employee who believes she or he has been subject to acts of reprisal for
participation in the Employefs Safety Program activities shall have the right to seek
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(c) An employee shall have the right to decline to perform his or her assigned
task because of the reasonable belief that, under the circumstances, the task . poses an
imminent risk of death or serious bodily harm, coupled with a reasonabie belief that
there is insufficient time to seek redress through normal hazard reporting and
abatement procedures.

(d) No employee shall fear reprisal for declining to perforn
in connection with ¢ of this Section.

siher aSSIQneG task

(e) Employees or Union representatives are e ntrﬂed to official time to participate

in the Empioyer's Occupational Safety and Health Progran

(f) Employees or Union representatives have the right to advise management
concerning safety and health problems.

(g) Employees or Union representatives have the right to be involved in

inspection activities. Employees and Union representatives shall be interviewed during
the Employer's OSHA program evaluations.
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{(h) Employees are expected to follow safety and health practices, and the
wearing and use of protective equipment.

Section 8. Personal Protective Equipment and Clothing. The Employer shall provide
protective equipment and clothing to protect employees from safety and health hazards.

(a) Bargaining unit employees shall be allowed to wear hats, caps or other types
of headgear. Safety and foreign object damage dictate that employees working on the

Clhiakht | ina chall nat woaar haadacar while workinag on or within fifhy (8N font AF an
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operating aircraft engine. Employees shall be responsible for taking all reasonable
precautions in preventing damage to equipment as a resuit of wearing headgear.
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fitting), clean, neat, hemmed and no shorter than mid-thigh

(c) Clothmg and personal protective equipment worn while performing tasks
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Section 8. Lockers. Bargaining unit employees shall each be provided a locker.
Additional locker space may be provided if extra, unused lockers are available. Lockers
are subject to inspection. When management determines that an employee’s locker
needs to be inspected, normally management will provide notification to the
employee(s), including the reason for the inspection. Before or during the inspection if
the employee requests a Union representative, hefshe shall be afforded that
opportunity. in a bona fide life-threatening or emergency situation, (i.e., bomb threat,
smoke, fire, foui smell, etc.), the empiloyee need not be provided notification.

Section 9. Smoking. The panies agree that a smoke-free work environment is

essentiai to the heaith of ali employees. Management will continue to provide smoking
areas that are cumrently designated for this purpose.

Section 10. Medical Examination/Screening. The Employer agrees to provide physical
examinations for those employees who are or have been exposed to potentially
dangerous or unhealthy working conditions, to the extent required by applicable

Government-Wide rules, reguiations and laws.

Section 11. Employee Participation. Employees are encouraged to foilow safe working
procedures, and to refrain from unsafe work practices.
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Section 12. Injury Compensation.

e policy of the Emplover that any employee who is injured in the

performance of his/her duties is entitied to receive all of the benefits to which they are
entitled.

{2\ i shall be the
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Y The full gesistance of officials of the anlnvpr will be made avzailable to the
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injured employee. These officials will be responsﬂ:le for requiring the reporting of all
known on-the-job injuries or occupational iliness/diseases/disability, promptly on OWCP

Form CA-1 or CA-2 (wh:chevef is applicable), providing immediate first aid or medical
troatrmaent advisina initrad ar dieablad nmnlmn:pq of the benefits availahle to them, and
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providing them with the necessary forms in support of claims for compensaﬂon. In
cases of claims, the Employer will assist the employee in completing such forms and in
forwarding them to the appropriate officials for processing.

(c) When an employee is injured on the job and/or becomes medically
disqualified from his/her current position as a resuit of an on-the-job injury or iilness, the
Employer shalt make positive efforts, in accordance with applicable laws and

aulatinme 0 assian such nmnln\/an imited duties on a temporary
guvcuuuclu—kuc reguiations, 10 assign sudil \porary

basis where it has been determined that the employee can satisfactorily perform such
duties.

POSITION DESCRIPTIONS
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section 1. Content Position Descripuon. pur
describe officially, for pay and classification purposes, the predominant skills and dutie

particular to a position. A position description does not list every duty an employee may
be assigned but reflects those duties which are series-and grade-controlling. The
phrase “other duties as assigned” shall not be used as the basis for assignment of
duties which are punitive. The phrase “other duties as assigned” shall not normally be
used to assign work that is normally unrelated to the principal or predominant duties of
an employee’s position Supervisors will normally assign duties to employees who
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HUlﬂldHy perform those duiies as pari O ineil p'euumlﬂal oo prt“.CipaI duties of the
position.
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Section 2. Changes to Position Descriptions. Position descriptions will be based upon
the principal duties and responsibilities assigned to each position. All identical positions
within the same organizational unit will normally be covered by the same position
description. When deviation from standard position descriptions is required for a certain
position(s), the position(s) will be classified according to the duties and responsibilities
actuaily assigned and performed. Addendum, deletions, and amendments to position
descriptions will be reviewed by Classification and impact thereof recorded. Such
review will be ceriified with the date and names of the classifier and supervisor and
identification of affected positions. Changes in position descriptions will be discussed
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with employees and employees will be furnished a copy of the changed position
description. The Union will be notified of changes in position descriptions subject to
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Section 3. Complaints Over Position Descriptions. Employees who believe that their
position descriptions do not reflect the principal duties and responsibilities of their

aitimm alvall e $an Y et and discuss this matter \An‘fh thair supervisors for
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clarification. When differences conceming the accuracy of a position description cannot
be resolved between the supervisor and the employee, the employee shall have the
right to file a grievance under the negotiated grievance procedure. .

Section 4. Classification Complaints. Employees who believe their pay plan, job title,
series, or grade is incorrect have the right to request a meeting to discuss this matter
with their supervisors for clarification. Should the supervisor be unable to answer the
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classifier, the supervisor, and the employee. The Union will be provided an opportunity
to be present at both meetings. Should the second meeting fail to answer the
employees quesnons the employee may file a position classification appeal in
accordance with governing regulations. Upon written request, the Union will be
provided with an analysis that explains why positions that seem identical are classified
differently. The Union's request will identify the specific positions in question, and
include a statement setting forth the Union’s concems and why the positions appear to

Ub‘ the Saitie.

Section 5. Classification Surveys. When a classification survey involves unit
empioyees the Union shall have the right to have an observer present at the opening of
the survey by the representatives of the Civilian Personnel Flight and line management.
The supervisors and the Union shall be notified in advance of classification survey

opening.

Section 6. Survey Resuits. Following classification survey and finalization of the

survey, a Union representative shall be advised of the survey results by management.
Upon notification of the survey results, the Union shall have the right to request a
meeting on official time to discuss the survey and a meeting shall be held within thirty
(30) calendar days.

Section 7. Application of New Position Classification Standards.

(&) New classification standards issued by the Office of Persornei
Management shall be applied fairly and equitably to all applicable positions, vacant or
encumbered. It is understood that position classification standards pertaining to
positions in the Federal Wage System are commonly referred to as “job grading
standards.”
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(b} Notice of grade and pay retention in accordance with Federal law shall be

issued as appropriate to employees whose positions are affected by the application of
new classification standards.
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ARTICLE 12

PERSONNEL RECORDS

Section 1. Official Personnel Foiders (OPF). The Agency shall establish and maintain

an OPF for each employee, on behalf of the Office of Personnel Management.
Disclosure of information contained in the OPF shall be consistent with the provisions of
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the Privacy Act. The employee shail be provided copies of SF-50s and upon request
any of the other permanent material placed in the OPF. Employees will normally be
allowed to review their OPF at any time.

Section 2. Supervisor's Empioyee Work Folder. The Supervisors Employee Work
Folder is a set of records used in managing the performance of employees at the unit
level. Records normally kept in the Folder include AF Form 971; Training Records; AF

Earm 12378 Dpsition Dascrintion: SF- G‘? IQam 1iest for Personnel Arhnn at least a2 cony
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of the current employee Performance Appra:sals and backup mformatlon, and/or DD
Form 2365 DOD Civiian Employee Overseas Emergency-Essential Position
Agreement, etc.

(a) Supervisor's Employee Brief AF Form 971, Part A will contain current
personal employee data.

{b) Supervisor's Emplo)
discussions concerning employee performance, emp!oyee conduct and letters of
appreciation, etc.

Rrinf AF Form Q71 Part R mav contain racarde of
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performance based actions, management agrees to prowd copies of the ongmai
documentation, including notations of oral counselings, which will be relied upon to
support the action,

+The employee will be provided the information at the time it is placed into
the Supervisor's Employee Work Folder and will initial or sign as proof of receipt.

(c) Supervisor's Employee Brief AF Form 971, Pa't C should be limited to
experience data, education, performance, training and awards information.

Section 3. Access and Maintenance.

(a}) The Supervisor's Employee Work Folders are subject to the Privacy Act.
Files shall be maintained in a secure room or metal filing cabinet/desk which is locked
when the records are not in use and shall be accessible cnly by the supervisor or the
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deségnee The woerg file shali be made availabie o the t—:mpluyee or his/her
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representative when requested for review. Employees will designate in writing other
persons to have access to their working files. Except for access by the employee, only

employees whose official duties require access shall be allowed fo handle and use
personnel records.

(b) Maintenance. Supervisor’s Employee Work Folders shall be reviewed by the
supervisor at least once a year for outdated material. Material which may normally be
retained in Part B of the work folder in excess of one year shall be kept in accordance
with Federal law, Government-wide rules and regulations. If material in the Supervisor's
Employee Work Folder is used for a proposed adverse or performance-based action or
is subject of a grievance or other appeal, that material shall be maintained until
completion of the action or appeal process.

ARTICLE 13
DETAILS
Section 1. General.

(a) A detail is the temporary assignment of an employee to a different position,
for a specific period, with the employee returning to his or her regular duties at the end
of the detail. The employee continues to be incumbent of the position from which
detaiied.

(b) A detail exists when an employee continues in the employee’s current status
and pay and is temporarily assigned to:

(1) an established position, or the grade controlling duties of such position or
an identical one at a higher, same or lower grade, or one requiring different
qualifications from those now required in the employee’s official position assignment.

(2) an unestablished position, that is, one whase duties and responsibilities
have not been rated under a classification system and the necessary approvals for its
establishment have not been abtained. This type would be in a different occupationai
line of work, or one that required different qualifications from those required in the
official position assignment.

Section 2. Selection.

(a) Selection for detail shall be based on the needs of the Employer and the
Knowledge, Skills and Abilities (KSAs) of the employee.

(b) When selecting for a detail to the same or lower graded established position,
the employees with the least seniority, as determined by the Service Computation Date
(as shown on the Employee's Leave and Earnings Statement), or volunteers in the
organizational section in which the detail exists, should normaily be considered first for
the position.
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{c) When selecting for a detail to & higher graded position, the employees with

the most seniority, as determined by the Service Computation Date (as shown on the
Employee’s Leave and Earnings Statement) in the organizational section in which the

detail exists, should normally be- ‘E:ognsmered first for the pos:tlc-n;.- Lower graded
employees will not be considered for a detail to a higher graded position until the most

senior employees have been considered.

(d) The order of consideration for a detail may be waived when the KSAs do not
exist within the organizational section where the detail is located.

To the maximum extent possible, details shall be fairly and equitably rotated
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among empioyees who are qualifi ed.

() Select;o for details under no circumstances shall be used for the sole
| treatment or reprisal.

{g) “Employees shall not normally be detailed to perform janitorial and other
related custodial-type duties.

Section 3. Documentation.

(a) Details to higher graded positions for more than five (5) consecutive
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1 LJ'LJI. WA il I.I \\JU’I = L= -J U, el S N Nt | [E S i !\-r

mployee Work Folder.
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(b) Details in excess of thity (30) days will be documented in the Official
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ARTICLE 14
TEMPORARY PROMOTIONS
Section 1. General.
(a) A temporary promotion is the movement of an employee to a higher graded

position with pay for a limited time with the understanding that the employee will
normally retum to his/her previous position at the end of the temporary promotion.
Employees must be qualified and eligible to be temporarily promoted.

(b) When an employee is fully qualified and eligible for a higher graded paosition,
the assignment to that position should be by temporary promotion rather than detail.
{¢) The area of consideration may be limit
ition is located.
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The time spent detailed or temporarily promoted to a higher graded position within the
previous twelve (12) months counts toward the 120 calendar days.

Section 3. Competitive Temporary Promotion. Temporary promotions in excess of 120
calendar days will be competitive. A temporary promotion wilt only be converted to
permanent, without further competition, when it was stated at the onset that the position
had the potential to be made permanent. When it was not made known to employees in
advance that a temporary promotion had the potential to be made permanent,
competitive procedures outlined in the Merit Promotion Article will apply.

Section 4. Exceptions. Temporary prometions to grades previcusly held on a
permanent basis in the competltlve service from which an empioyee was separated or
demoted for other than performance or conduct is excepted from competition.

Section 5. Effective Date. The pay and date of the temporary promotion shall become
effective as determined by the effective date of the Standard Form 50 (SF-80). No
employee shalt be temporarily promoted until the SF-50 is completed by the Employer.

ARTICLE 15
MERIT PROMOTION

Section 1. General. It is agreed that the Employer will use the skills and abilities of

S g i e e e A

bargammg unit employees to the maximum extent possible consistent with mission
requirements, merit principles, and applicable laws and regulations. Under no

circumstances, shall promotions be used for the sole purpose of providing preferential
treatment. AII actions under this Article shall be made without regard to political or
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religious affiliation, marital status, race, color, sex, national origin, age, union affiliation
or non-disqualifying handicap as required by applicable law. It is understood the

Employer has the right to select from any appropriate source. Unless superseded by
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Section 2. Scope and Coverage of Article. This Article applies to positions within the
bargaining unit which the Empioyer fills permanently by internal merit promotion

nrocedures Emnloveas for whom the necessary aualifications and evaluation data are
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not yet available for ranking may be temporarily excluded from consideration pending
acquisition and processing of the data. Employees encumbering formal trainee or
apprentice-type positions should normally be excluded from competitive promotion

Anmainaratise ta armd inpcluding the tarnet grade level of the nrooram in which
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enrolled. They may not be denied consideration into another career field in which the
established career ladder offers a target grade level higher than that in which currently
enrolled. The Employer retains the right to select or non-select employees for
e g it e mmarit memenediarn sundnr thae nrncadirae eet forth im0 thie Artiela o amA
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accordance with applicable law and reg_u!atlon.
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Section 3. Promotions Not Subject to Competition. Noncompetitive promotions shall be
accomplished in accordance with established law and the Edwards Air Force Base Merit
Promotion Pian.

Section 4. Area of Consideration.

(@) That area in which the Employer makes an intensive search for eligible
promotion candidates in a specific competitive promotion action is the area of
consideration.

(b} Normaliy, the basic area of consideration will be all Air Force positions
serviced by the Edwards AFB Civilian Personnel Flight. In some cases, the area of
consideration may be limited to the organizational unit in which the vacancy is
established. The area of consideration within which employees will be identified to
compete for advancement will be extended, as necessary, 10 provide management with
a sufficient number of highly qualified candidates from which to choose and to provide
employees with adequate opportunities for promotion. Areas of consideration may be
extended geographically or organizationally, or both, and the extension(s) may occur
simuitaneously or successively.

(c) The Employer agrees to consider employees of the bargaining unit for all
vacancies for which they are eligible within the area of consideration as set forth above,
including vacancies for positions outside of the unit of recognition. it is understood that
the procedures used in filling positions outside of the unit will be established by the
Employer (e.g., for the first level supervisory positions).
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Section 5. Promotion Evaluation Patterns (FEPFS).

(&) A PEP is an objective statement of position requirements used to evaluate
employees. it must show as a minimum the position covered, the documentation of the
minimum qualification standards, selective placement factors, if used, and applicable
ranking factors.

(b) When rating candidates for Federal Wage Survey positions, the Knowiedge,
Skills, and Abilities (KSAs) acquired through work experiences are evaiuated using a
Job Analysis. OPM Handbook X-118C, OPM Internal Qualification Guides for Trades
and Labor Jobs may be used to assist in the identification of Major Job Requirements,
KSAs, and other quality ranking criteria.

(c) Empioyees will not be screened, evaiuated, or non-selected on the basis of
factors which are not job-related.

Section 6. Promotion Certificates. A promotion certificate is a listing of the names of
the best qualified candidates to be referred to the selecting official. A certificate will
contain no more than ten (10) names or when a tie occurs a total of no more than fifteen
(15) names. One additional name will be certified for each additional vacancy. No
additional names will be certified to the selecting officiai except that one additional name
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may be added to the certificate each time an employee on the certificate declines
consideraticn.

Section 7. Tie Breaking. When certification of all tied competitors would resuit in a
promotion certificate of more than fifteen (15) names, final ties will be broken using
Reduction-in-Force service computation date.

Section 8. Alternate Certification Procedures. Civilian Personnel Flights and selecting
officials may opt to use the alternate certification procedure as follows:

(a) in instances where the best qualified group (following the final evaluation
process) has been determined and a candidate whom the selectlng official
considers to be the best qualified is among that group, the selection may be
made without formal certification;

(b) this procedure may be used only if the area of consideration is sufficiently
wide to the extent that an adequate number of highly qualified candidates could
reasonably be expected to surface;

(c) in order to be selected under the alternate certification procedures, the
proposed selectee must be within reach on the ranked roster or in the highest
category groupmg and otherwise certifiable to the supervisor for selection in

accordance with oecuon 6 of this Article.

Section 9. Interviews and Selection Naotification.

(a) If one candidate is interviewed, all should be interviewed. Exceptions may
be made when the employee is assigned to the selecting official, the selecting offi cxal
has previously interviewed the employee for a like position, or the employee is not
available for an mtervuew lf a candidate is unavailable for an interview, a review of the
employee’s official personnel folder will serve as a substitute for the inter\«".ev\f.

(b) Employees considered but not selected will be notified of the final selection
within twenty (20) workdays.

Section 10. Access to Promotion Information. Employees have the right to review
Promotion and Placement Referral System (PPRS) selection requests and PEPs for
positions which they met basic eligibiiity The empioyee is entitled to disclosure of the
specific criteria in the PEP they did not meet  An employee and/or his/her
representative may, upon request to the Civilian Personnel Flight, be informed of the
employee’s rank order and overall assessment against the ranking criteria. Employees
may not be informed of another employee’s rank order or assessment of qualifications

against eligibility or ranking criteria.

Section 11. Changes. Changes to the Edwards Air Force Base Merit Promotion Plan
shall be subject to the provisions of Article 2, of this Agreement.
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ARTICLE 16

Section 1. All employees in the bargaining unit will be evaluated in accordance with
procedures developed pursuant to 5 USC § 4302.

Section 2. Each supervisor, with the responsibility for rating bargaining unit employees,
will rate those employees in a fair, objective, and reasonable manner based on
observable, on-the-job behavior.

Section 3. Employees will be informed in advance of specific performance standards
and critical elements. Emphasis will be placed on keeping employees informed of their
progress in meeting the performance requirements of their positions Empioyees will be
notified by the use of special counseling sessions if their performance in one or more
critical elements becomes less than fully successful. Supervisors are encouraged to
have performance evaluation discussions whenever performance deteriorates from the

employee’s normal performance.

Section 4. During the rating period, rating officials shall provide regular feedback
concemning performance throughout the appraisal period. At least one progress review
will take place during the appraisal period, normally at midpoint of the performance
appraisal cycle. Rating officials will document in writing that the review ook place on a
specific date. Employees shouid initial the documentation and will be provided a copy
during the meeting. The employee will be made aware that the performance discussion
is meant to provide feedback about the employee’s performance and that it will impact
his/her rating of record at the end of the appraisail period. Employees are encouraged
to participate in this discussion and to present information, which may be used to
evaluate his/her performance. Consideration will be given to employee input.

Section 5. Performance ratings wili not conform to any predetermined statistical
distribution or other arbitrary controls, which prevent fair appraisal of employee
performance. |

Section 6. Unit employees who are dissatisfied with their performance evaluations may
grieve their evaluations in accordance with the negotiated grievance procedure.

Section 7. A written decision to remove a unit employee or reduce the employee in
grade, due to unsatisfactory performance, wilt include a statement of the employee’s
right to grieve or appeal the decision.

Section 8. The Union recognizes the right of the Employer to establish performance
standards and critical elements. The Employer agrees to avoid frequent changes to
standards and critical elements unless necessitated by mission requirements or
significant changes in duties as reflected by the position description.



ARTICLE 17

The Employer agrees that those specific areas identified by management to serve as
eating facilities will be provided to employees for luncheon purposes. Equipment such
as chairs, tables, and waste ?‘SCS""*QPI‘:“: will be furnished h\: the anln\lnr if such

equipment is locally available.
ARTICLE 18
ENVIRONMENTAL DIFFERENTIAL PAY

Environmental Differential Pay will be paid in accordance with & CFR § 532.511,
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ARTICLE 19

Section 1. The Employer agrees to determine the extent and types of training
necessary to maintain technoioglcal competence in the work force. On-the-job training,
directed by the Employer, will be provided to effectively meet the needs of
management.

Section 2. The Employer and the Union recognize that each employee has
responsibility for applying initiative, time, and effort to keep abreast of the chan
technology of the occupation.

Section 3. The Union may recommend, through the Labor Relaticns Officer, the types
N S S B R S .:” ey t“ Ot "

of training or retraining programs desiréd wricn w
and the employees in the unit.

Section 4. The Employer recognizes its continuing responsibility to have a well-trained
work force. All levels of management are responsible for identifying the training needs
of empioyees.

Section 5. The Employer will provide training opportunities to employees of the Unit in
accordance with existing laws and regulations and without regard to race, color, retigion,
sex, age, handicap conditions, national origin or other arbitrary conswjeratlons
Employees are free to discuss training needs with their supervisors and with the
Employee Development Specialist.
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ARTICLE 20

MPORARY DUTY, TRAVEL PAY AND PER DIEM
Employees traveling on official business will perform such travel(s) and be

compensated for it in accordance with Department of Defense (DOD), Joint Travel

RUHUiatJLﬂ 13, Vol “, the Fair Labor Standa"*“ Act: the Code of Federal s\egU!athﬂS

(CFR) and other applicable laws.
ARTICLE 21

PARKING FACILITIES

Section 1. All employees will be afforded the opportunity to park their vehicles as close

dloom el oo PP
o their ut::::lgl iated work area as pradiwbie

Section 2. All handicapped perscnnel shall have a reserved parking space as close as
practicable to their working area. Additional handicapped parking shall be provided at
each building in accordance with DOD guideline 55-17. Tempor ary handicapped

parking shall be provided as required for a temporary handicapping condition.
ARTICLE 22
PAYROLL ALLOTMENT OF UNION DUES

Section 1. The Union will distribute to each eligible unit employee, who wants to
[P, S | Y R | | PV, 4 -~ C&-\n Amemd Coarem CQCY 4 407 Dare toam F T s o |
authorize an allotment for Union uuca d olanaaid Ui \orj 11047, r\wquc:::t. 101 Faytli

Deducticns for Labor Organization Dues.

Section 2. The Union may submit an SF-1187 at any time. An allotment will be
effective on the first complete biweekly pay period after a properly completed and
signed form is received by the servicing Civilian Payroll Office.

Section 3. A biweekly remittance check will be prepared by the servicing Civilian
Payroll Office at the close of each pay period for which deductions are made. The
check, along with statistical runs, will be mailed to an addressee designated by the
Union.

Section 4. Each remittance check is accompanied by a listing of the names and
amounts withheld and will be mailed to the Union at the end of the pay period but not

later than payday.

Section 5. The Union may authorize a muitiple dues struclure for its members. The
amounts of the employees’ dues allotments within the multiples dues structure may be
changed not more than once in each twelve (12) month pericd. Changes in the
amounts of allotments will be effective no later than the first full pay period foliowing
receipt by the servicing Civilian Payroli Office.
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Section 6. An employee may voluntarily revoke his/her alictment for the payment of
dues by compieting an SF-1188 and submiﬁing it to the Union cffice within twenty (20}
calendar days prior to or twenty (20) calendar days after the employee’s one-year
anniversary of the employee’s first dues deductions. The cancellation will be effective
no later than the beginning of the second pay period following the pay period in which
the Union receives the cancellation. The Union will forward the cancellation to the
Civilian Payroli Office no later than the Monday preceding the effective date. AFGE will
inform the employees of the voluntary nature of dues withholding and of the conditions
governing a member’s cancellation of dues withholding.

Section 7. The Union will promptly notify the servicing Civilian Payroll Office, in writing,
when a member of the bargaining unit is suspended, expelled, or ceases to be a
member of the Union in good standing. Upon receipt of such notice the Civilian Payroll
Office will terminate the allotment as of the next complete pay period.

Section 8. An allotment for the deduction of dues with respect to any employee shall
terminate when:

(a) The agreement between the parties involved ceases to be applicable to the
employee; or

(b) The employee is suspended or expelled from membership in the exclusive
unit; or '

(¢) The FLRA determines that the Union is no longer eligible for exclusive
recognition.

Section 9. If this Agreement is not renewed or renegotiated by the termination date
because of third party proceedings involving a negotiability dispute, impasse or a unit
representation question, dues withholding in effect is continued until the matter is
resolved.

ARTICLE 23

HEALTH BENEFITS PROGRAM
Section 1. The Employer will ensure that eligible employees are given full opportunity to
make a free choice among the plans available to them. The Employer will make
available to employees the current Federal Empioyees Health Benefits (FEHB) material
supplied by the Office of Personnel Management (OPM). After reviewing the material

supplied by the Employer, employees may request, and will be provided if available, a
copy of the brochure for each plan that interests them.

Section 2 Information concerning the FEHB program will be made available io
empiayees through means of base publications.
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ARTICLE 24

Section 1. General. Both the Union and the Employer strongiy support and encourage
employees to take advantage of the Wellness Program. Any excused absence used in
conjunciion with the program is subject to supervisory approvai.
Section 2. Weliness Program.

(a) The Employer agrees to provide a Weliness Program to employees, subject
to program funding.

(b) Information concerning the Wellness Prog(am will be made available to

employees through means of postings and base pubiications.
ARTICLE 25

ALCOHOLISM
Section 1. Neither the Union nor the Employer condones the improper use of aicohol;
this endangers not only the employee who abuses it but aiso other employees. Severe
disciplinary action up to and including removal may be warranted for those who
improperly use it.

Section 2. Employees with alcchol problems are strongly urged by both the Union and
management to seek professional help. Information concerning rehabilitation programs
may be obtained through the Social Actions Office. Advance sick leave may be
approved for employees undergoing an approved rehabilitation program.

ARTICLE 26
DRUG TESTING

General. The Parties encourage employees with drug problems to seek professional
rehabilitation. Both the Union and Management agree the use of illegal drugs is not
condoned. The Employer agrees that the administration of the drug testing program
shall be in strict compliance with E.O. 12564 and all applicable laws, rules, regulations,
and this agreement. It is understood that all of the above references are to be
interpreted as those in effect at the time they are being administered. The previous
sentence neither limits nor expands the Union’s right to negotiate changes.

Section 1. Testing Equipment. The Employer shall use disposable thermometers for

testing the urine sample or otherwise preclude the possibility of contamination by the
thermoemeter.
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Section 2. Drug Testing Observers. An employee will be required to provide a sample
under observation when there is reason to believe that the employee may alter or

substitute the urine specimen or otherwise tamper with the drug test.

Section 3. Training. The Employer will provide information concerning the drug testing
program through training sessions, informational letters, bulletin items, or articles.

Section 4. Accident or Reasonable Suspicion Testing. The Employer shall provide the
employee with a written statement of the reason(s) forming the basis for a drug test
based on an accident or reasonable suspicion.

Section 5. Referral to Counseling. Employees whose tests have been confirmed
positive will be referred in writing to the appropriate base counseling office(s). The
reason for the referral will be specified in the letter.

Section 6. Testing Process. Employees will be in a pay status during directed drug test
collections. Prior to providing a sample, the employee will be given a letter directing the
test and informing them of the classes of drugs for which they may be tested.

Section 7. Self-ldentification.

(a) The Parties encourage employees who use illegal drugs to seek help through
rehabilitation. Those who seif-identify to the Substance Abuse Office before an event
occurs which leads to the discovery of illegal drug use (e.g., a random drug test,
reasonable suspicion test, arrest or criminal prosecution, etc.) will not be disciplined for
such usage so long as the employee obtains counseling or rehabilitation through the
Employee Assistance Program and there is no further involvement with illegal drugs.

(b) Although discipline will not be initiated, employees occupying Testing
Designated Positions (TDPs) who self-identify shall be immediately taken out of their
position by management. Upon successful completion of rehabilitation, the
commander, at his or her discretion, may allow an employee to return to a TDP. Upon
written request from the employee or the Union, the Employer will provide the
commander’s reason(s) for not retuming the employee to a TDP. Reasonable efforts
will be made to reassign the employee to @ non-TDP but will be limited to positions
which are available and for which the employee is qualified.

(c) The provisions of this Section do not preclude the review of an employee’s
security access and should not be interpreted to interfere with management's right to
determine internal security.

(d) The Parties recognize the benefii to both the Employee and the Employer of
offering the opportunity for an employee to self-identify and to obtain rehabilitation.
However, the use of illegal drugs will not be tolerated on Edwards Air Force Base. If an
employee fails to self-identify and is discovered to be engaging in the use of illegal
drugs, he or she will be subject to removal from Federal employment.
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Section 8. Replacement Samples. The Empioyer shall not require empioyees to submit
repiacement samp{es untess the Employer complies with all contractual and reguiatory
notice and prOCGGUFHI FEQUITGITEE‘ Hs.

Section 9. Confidentiality. Al employees who participate in a drug rehabilitation
program shall be afforded strict confldentlahty concernmg their involvement in the
program. No one shall be informed of an unlpluycc s involvemeant in the program cther
than appropriate personnel with an official need-to-know unless specificaily approved in
writing by the employee.

¥
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Section 1. The Employer agrees to inform the Union in wi riting at the same time
notification of the intent to conduct an A—76 study is provided to Congress The
Employer further agrees to inform the Union of efforts to minimize displacement actions
through realignment and restricting in-hires and to exert other actions necessary to
retain unit employees who are adversely affected by contracting out actions.

Section 2. To the extent that bargaining unit employees are included, the Union shall
also be provided the opportunity to participate in gathering information and preparing
the Statement of Work.

Section 3. The Union shall be notified of the intention to solicit bids for work being
performed by bargaining unit employees.

Section 4. The Union shall be provided information concerning contracting out which is
not prohibited by law, rules, or regulation.

Section 5. Nothing in this article is intended to preclude negotiations between the
parties in regards to impact and implementation.

Section 6. Adversely affected employees identified for release from their competmve
level as a direct result of a decision to convert an activity to a commercial coniract will
be released in accordance with 5 CFR § 351
ARTICLE 28
REDUCTION-IN-FORCE

Section 1. When it is anticipated that a reduction-in-force (RIF) or transfer of function
affecting bargaining unit employees is necessary, the Employer will nctify the Union of
the proposed implementation date, as early as possible but not less than sixty (60)
calendar days prior to the effective date.
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Seciion 2. All reductions-in-force will be carried out in accordance with applicable laws
and government wide regulations.

Section 3. The Employer agrees to provide to the Union the following information as
soon as it is available:

(a) The reason for the RIF or transfe

(b) The number, types, names, and grades of employees whose positions are
being abolished.

(c) The anticipated effective date of the action.

Section 4. The Union may request negotiations on the impact within fifteen (13)
workdays after receipt of nofification.

ARTICLE 28

The Employer agrees to inform the Union as far as possible in advance of any
contracting out actions which will displace unit employees. The Employer further
agrees to inform the Union of its efforts to minimize displacement actions through
realignment and restricting in-hires and to exert other actions necessary to retain unit
employees who are adversely affected by contracting out actions or the impact of

realignment of work forces or technological change.
ARTICLE 30
DISCIPLINE AND ADVERSE ACTIONS
Section 1. General.

(@) The imposition of disciplinary action is a retained right of management. The
purpose of disciplinary action is not to punish, but rather to correct and rehabilitate the
employes, if possible. Management may take a disciplinary or adverse action only for
just and sufficient cause that will promote the efficiency of the service.

(b) All disciplinary actions invoiving bargaining unit empioyees shall be taken in
accordance with applicable laws and government-wide-rules and regutations and this

agreement.

(c) To avoid embarrassing the employee, counseling sessions will normaily be
held in private.

34



Section 2. Terms.

\a) uiSCipli:"la"y' actio L
oral admonishments, written eprlmands suspensions, removais and In some cases,
reductions in grade or pay.

ere
less, or reductions in grade or pay.
in force. Adverse actions may or may not be for dnscapilnary reasons.
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{c) Oral Admonishment. An ora hme isciplinary
action. The supervisor shall maintain the oral admonishment in the Superv :sof
Employee Work Folder.

-

(d) Reprimand. A reprimand is the least severe form of penalty that

management normally maintains in the Official Personnel Folder (OPF).

T

(e) Suspension A suspension is a severe action that remains in the OPF it
denies bdld[y for the buapeuucu pvliuu and PIE‘VUnta an cuuplu_ycc from ycuuulm g
work. Management docurments suspensions with an SF-50 and it remains permanently
in the OPF.

(f) Removal. A removal may be disciplinary or non-disciplinary. 1t is disciplinary
if it is due to misconduct. Otherwise, it is non-disciplinary. An example of a non-
disciplinary removal is a removal for physical or mental inability to perform the duties of
the position Both types of removals are documented with an SF-50 and permanently

~ -

maintained in the OPF.

{g) Nexus. A reasonable connection or factual relationship between the reasons
for the action taken and the efficiency of the service.

Section 3. Interview Guidance. The parties agree that this is guidance only and each
case must be assessed on its own merits.

L |

When considering discipline, it is advisab
(a) Gather available facts.

(b) interview employees privately, expiain the purpose of the interview, inform
the employee that discipline is being considered, state the problem and facts, and
ensure by employee feedback during the interview that they clearly understand. If a
reprimand is being considered, the employee should be told the interview serves as an

oral notice of proposed reprimand. The cral notice should be annotated in the
Supervisor's Employee Work Folder.
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(c) Give employees an opportunity to answer and express their views (in writing,
if they prefer). If an employee asks for reasonable time for thought before responding,
the TEQUESI should be honored.

(d) Determine appropriate action or, if more time is needed to consider the
matter, advise the empioyee that a demsaon will be issued as soon as possible. If a
decision is not expected to be issued within three (3) weeks, the employee should be
periadically notified of the status.

Section 4. Right to Appeal or Grieve.

(a) An employee may grieve an oral admonishment, reprimand, or suspension of
fourteen (14) days or less under the negotiated grievance pracedure (NGP).

(b) Uniess otherwise prohibited, an p loyee may either appeal a
over fourteen (14) days, reduction in grad r pay, or removal, to t
Protection Board (MSPB) or grieve it under t h NGP.
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(c) Official time shall be granted in accordance with Article 37 of this Agreement.
Section 5. Representative.

(a) Honor the request for Union repr resentation as outlined by the provisions of
Article 3 of this Agreement.

(b) Employees may elect to be represented by the Union in all disciplinary or

adverse actions. In actions appealabie to the MSPB, employees may elect to be
represented by the Union, an attorney, or any other person they may choose.

(c) A letter of authorization containing the name(s) of repre esentative(s), if any,
relating to a disciplinary or adverse action must be submitted to the proposing official.

(d) All other designations of representative will be presented to whomever a
request for personal information is being made.

(e) Authorizations of a representative will include the following:
(1) a statement that a copy may be considered equivalent to the originai,

(2) whether access is to be granted to Privacy Act material including/
excluding the OPF, medical records, employee work folder, disciplinary case file, stc.;

(3) the name(s) of those who may represent them; and

(4) cither a date or an event upon which the authorization wilt expire.
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ARTICLE 31
NEGOTIATED GRIEVANCE PROCEDURE
Section 1. General. The purpose of this article is to establish procedures for the
resolution of grievances. The Parties agree that grievances should be settled in an
orderly, prompt, and equitable manner. Every effort wiil be made by the Parties to settle
grievances quickly and at the lowest level of the grievance procedure.

Section 2. Definition. A grievance means any complaint--

(@) by any unit employee conceming any matter relating to the emplcyee’s
employment,

(b) by the Union conceming any matter relating to any unit employee’s
employment;

(c) by an employee, the Union or the Employer conceming-—
(1) The effect or interpretation, or claim of breach, of this agreement, or;

(2) any claimed violation, misinterpretation or misapplication of any law,
r requlation affecting conditions of employment.

{

Section 3. Representation.

(a) The negotiated grievance procedure including ADR as mutually agreed shall
be the exclusive procedure available to the Union and bargaining unit employees,
except as provided by Section 4 of this article.

mlmveme
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(b) Employees may submit grievances on their own behalf at the informal, first
(1st) and second (2nd) steps of the grievance procedure or have the Union present their
grievances for them.
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f
(C) T an em ioye

i0ye
the independent right to
management and the e

m
to present its views at th

chocses not to have a Union representative, the Union has
e present and shall be invited to any discussions between
oyee concerning the grievance. The Union shall be allowed
meeting. The Union shall alsc be provided a copy of the
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grigvance at the time oi it
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Section 4. Exceptions. The negotiated grievance procedure will not be available to
resolve a grievance concerning:

(a) any claimed violation of rules on prohibited politicai acuvities;

(b retirement, life insurance, of heaith insurance;
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(c) a suspension or removal under 5 USC §7532,
(d) any examination, certification, or appointment;

(e) the classification of any position which does not result in the reduction in
grade or basic pay of an employee;

(f) the removal of an empioyee serving a probationary or trial period;
(g) the removal of an employee on a time-limited appointment;

(n) non-selection for promotion from a group of properly ranked and certified
candidates;

(i) decisions on incentive awards; or
(i) matters which are outside the controf of the Employer.

\ppealable Complaints. An aggrieved employee who:

(a) alleges discrimination of the type prohibited by any law administered by the
Equal Employment Opportunity Commission (EEOC);

(b) is affected by a removal or reduction in grade for unacceptable performance
under 5 USC § 4303; or

(c) is affected by an adverse action under 5 USC § 7512, may raise the matter
under the appropriate statutory appellate procedure or the negotiated grievance
procedure, but not both. For the purpose of this section and pursuant to 5 USC § 7121,
employees shall be deemed to have exercised this option when they either timely
initiate an action under the applicable statutory procedure or timely file a grievance in

writing under the negotiated grievance procedure, whichever occurs first.

Section 6. Equal Employment Opportunity (EEQ) Procedures and Appeais of

ol mibe Do e 1~we  reaulations and procedures aoveming discrimination
LOmMpiaints. Decause 1aws, Ttiuiativi: s, D g g

complaints are subject to change, employees are advised to consult with the Chief EEO
Counselor prior to selecting a process.

ATIAC AT ADDC AL DD I ieciioe of discrimination were raised in a arievance
UlIE Ul ArFrCAL Wi 1T 1ISSUES UOF Qs =l a

and those issues were not resoived to the employee’s satisfaction, the_ employeg may
file an appeal on such issues, with the Equal Employment Opportunity Commission
(EEQC), up to thirty (30) calendar days after:

(a) receipt of the Employer's decision in Step 2 and expiration of the Union's
time to invoke arbitration; or
f

(D) receipt of an arpitrato



(c) receipt of the decision of the FLRA on exceptions to the arbitrator's award.

Employees deciding to file an appeal should, immediately contact the EEO Chief
Counselor for further guidance and assistance.

Section 7. Adverse and Disciplinary Actions. Any grievance involving an adverse
action under 5 USC § 7512, a removal or reduction in grade under S USC § 4303, a
suspension under 5 USC § 75802, or a reprimand, shall be presented in writing, in
accordance with Step 2 of the grievance procedure.

(e}

Section 8. Extensions of Time. Time limits, at any step of the grievance procedure,
may be extended for up to ten (10) workdays by mutual agreement of the employee or
representative presenting the grievance and the individual deciding the grievance. The
Party requesting to extend a time limit shall submit a request in writing prior to the
expiration of the time limit aliowed by the grievance procedure. The request should
contain the reason for the extension. Normally, there shall be no additional time
extensions granted. -

Section 8. Grievance Content.

(a) Any written grievance must include:

1

(1) the name, organization, and phone number of the griev:

applicable, their representative;

©
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(2) the basis for the grievance,
(3) the date of the occurrence, the act, or the evenit being grieved, |

(4) a copy of the response received at the first level will be included in the
second step submission; and

(5) the remedy sought.

(b) The Parties agree that all settlements/agreements shali be reduced to writing
at the level where the grievance is resolved and shall be signed by the Parties.

Section 1Q. Grievance Steps.

informal Grievance. Any grievance will first be presented orally to the
employee’s first level supervisor or, in the absence of the first level supervisor, to his or
her designee. Employees may have a Union representative present during this
meeting. The supervisor shall notify a Union officer of the meeting and shall provide the
Union the opportunity to be present. The supervisor or designee will normally respend
crally to the gnevance.
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Step 1. If the grievance is not resoived at the Informal Step, it may be submitted
in writing to the level corresponding to the Squadron Commander or Division Chief, in
the organization to which the employee is assigned. Such grisvance must be submitted
within fifteen (15) workdays from the date after the employee became aware, or shouid
" have become aware of the act or event grieved. A COPY OF THE GRIEVANCE
SHOULD BE DELIVERED TO THE AFFTC LRO_ON THE SAME DAY IT IS
SUBMITTED TO THE SQUADRON COMMANDER OR DESIGNEE, BUT MUST BE
DELIVERED WITHIN TWO (2) WORKDAYS TO THE LRO. FAILURE TO DELIVER A
COPY OF THE GRIEVANCE TO THE LRO SHALL HAVE THE EFFECT OF
NULLIEYING THE GRIEVANCE. Within fifteen (15) workdays after receipt of the
grievance the grievant, AFGE representative and the Squadron Commander or
designee shall meet and discuss the grievance. If the grievance cannot be resolved,
the deciding official shall respond in writing to the grievance within five (5) workdays
after the meeting.

Step 2. If the grievance is not resolved in Step 1, the grievance may be
submitted in writing to the level corresponding to the Group or Directorate. The
grievance must be filed within ten (10) workdays from the date of receipt of the first step
response or from the date the management's response was due. The grievance must
be submitted in writing but may also be presented orally. A_COPY OF THE
GRIEVANCE SHOULD BE DELIVERED TO THE AFFTC LRO ON THE SAME DAY iT
IS SUBMITTED TO THE GROUP OR DIRECTORATE. BUT MUST BE DELIVERED
WITHIN TWO (2) WORKDAYS TO THE LRO. FAILURE TO DELIVER A COPY OF
THE GRIEVANCE TO THE LRO SHALL HAVE THE EFFECT OF NULLIFYING THE
GRIEVANCE. Within fifteen (15) workdays after receipt of the grievance the grievant,
AFGE representative and the Group, Directorate, or designee shali meet and discuss
the grievance. If the grievance cannot be resolved, the deciding official shall respond in
writing to the grievance within five (5) workdays after the meeting.

Step 3. If the grievance is not resolved at Step 2, the Parties may mutually agree
to attempt resolution through ADR or the Union may invoke arbitration as the final step
in the negotiated grievance procedure.

Section 11. Unit-Wide and Union Grievances. Grievances with unit-wide impact or
Union grievances may be submitted, in writing, by the Union, directly to the appropriate
Group or Directorate level or designee. A grievance filed under this section must be
submitted within fifteen (15) workdays of the occurrence of the act or event being
grieved, or fifteen (15) workdays after the Union became aware of the act or event. A
COPY OF THE GRIEVANCE SHOULD BE DELIVERED TO THE AFFTC LRO ON THE
SAME DAY IT IS SUBMITTED TO THE GROUP OR DIRECTORATE, BUT MUST BE
DELIVERED WITHIN TWO (2) WORKDAYS TO THE LRO. FAILURE TO DELIVER A
COPY OF THE GRIEVANCE TQ THE LRO_SHALL HAVE THE EFFECT OF
NULLIEYING THE GRIEVANCE. The appropriate Group or Directorate, Director of
Command and Staff Organization or designee, and the Union representative will meet
within fifteen (15) workdays to discuss the grievance. If the grievance is not resolved in
the meeting, a written response will be provided to the Union within ten (10) workdays
after the meeting. If the grievance is not resolved, the Parties may agree to mutually

40



attempt resolution through ADR or the Union may invoke arbitration as the final step in
the negotiated grievance procedure.

Section 12. Employer Grievances. An employer grisvance may be submitted in writing
by the LRO directly to the Union President, or Union official. A grievance filed under
this section must be submitted within fifteen (15) workdays after the Employer first
became aware, or should have become aware, of the act or event. The Union
President, or in hisfher absence, a Union official and the AFFTC LRO or designee, will
meet within fifteen (15) workdays after receipt. If the grievance is not resolved in the
meetmg, the Union’s demdmg official shall provide written response o the grievance
within ten (10) workdays from the date of the meeting. If the grievance is not resolved,
the Parties may mutually agree to attempt resolution through ADR or the Employer may
invoke arbitration as the final step in the negotiated grievance procedure.
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Section 13. Faiiure to Participat 'r a Grievance. If either Party fails to respend at any
step of the negotiated gne ce procedure, the grieving Party may submit the
grievance to the next step.
ARTICLE 32
ARBITRATION
Section 1. If the Empioyer and the Union fail to settie any grievance processed under

the negotiated grievance procedure, arbitration may be invoked in wrstmg by either Party
within ten (10) workdays from receipt of the final decision or from the date the decision
was due.

Section 2. The Parties agree to select a panel of seven (7) arbitrators through the
Federal Mediation and Conciliation Service (FMCS). Selection will be made by
requesting a list of seventeen (17) names from the FMCS. The Parties will alternately
strike names until the panel is selected. Either Parly may un ilaterally remove one
arbitrator in any twelve (12) month period. Arbitrators may be removed at any time by
mutual consent. Any time the number of arbitrators falls below seven (7), the Parties
will request a list of seven (7) additional names from the FMCS.

Section 3. The Parties shall select an arbitrator within three (3) workdays after receipt
of the intent to invoke arbitration. Arbitrators will be selected randomly and then
eliminated from further consideration until all have been selected, at which time the
process will begin anew. Copies of any and ail correspondence, mailed to the
arbitrator, wili be provided to the other Party within three (3) workdays from the mailing.

Section 4. The arbitrator’s authority is limited to deciding only the issue(s) submitted for

arbitration. The arbitrator shall have no authority to add to, subtract from, aiter, amend,
or modify any provision of this agreement.
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Section 5. The arbitrator shall hear arguments regarding both the arbitrability and the
ments of the case at the same hearing. The Parties may mutually agree to split the

Section 8. The Parties will attempt to create a joint letter of agreement to those facts

which are not in dispute as weil as a joint submission of the issue(s) tc be arbitrated. If
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each Party shall submit a separate submission and provnde a copy to the other Party.
The arbitrator shall determine the issue(s) to be heard. The arbitrator is empowered to
fashion an appropriate remedy consistent with the terms of this agreement and in

PR Sy mmmbanla lowme  anvernment-wide rules and reauiations and case law.
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Either Party may present argument to the arbitrator concerning the instant issue(s) and
remedies sought.
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e Parties agree to exchange lists of _
least five (5) workdays prior to the arbitration. If the Parties cannot agree on the
witnesses to be called, the arbitrator has final authority to determine who will testify.
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equally by the Empioyer and the Union. The arbitration hearing wilt be held, if possible,
on the Employer’s premises during the regular day shift hours of the basic workweek, at
a snte of mutual agreement Hoursldays of work may be adjusted to ensure bargaining

unit emp R P | S ientimem waall ha in o diity eftatiic dorina the hasring
u ] e”lp“)yeeb d[[e[]uﬂ lg Ll [1=] dl U{LIdlIUII VYHT T 11 O WUy Ol Ly Ui 1 IRZGH I .

Section 8. The arbitrators award shail be binding on the Parties unless a timely
exceptlon is filed. Either Party may file an exception to the arbitrator's decision. If there
gl bl e imbarnratatinn AF an Auamrd i ehall e reatnirmad

IS a GISplﬂe COHCEfning l”e dppubduuu Or imefprelauion OF an award, i1 snan De reiurmed
to the arbitrator for clarification and settlement.

Section 8. The arbitrator shall render a written decision no later than twenty (20)
workdays after receipt of the written briefs, unless an extension is mutua
the Parties.
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Section 10. Throughout the arbitration process both Parties agree to actively pursue its
completion. Failure of the moving Party to actively pursue the arbitration process may
be grounds for dismissal of the grievance by the arbitrator.

ARTICLE 33
UNFAIR LABOR PRACTICES
Section 1. Intent fo file and attempt to resolve. Unfair Labor Practices (ULPs) are those
prohibited activities as described in 5 USC § 7116, The Parties shail agree to attempt

expeditious resolution of an alleged ULP, prior to filing a formal charge with the FLRA,
by meeting within fifteen (15) workdays of the filing of the Intent to File an ULP.
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Section 2. Intent Charges. A charge by either Party that the other Party committed an
ULP will be submitted in writing to the LRO or President, as appropriate. The written
charge will contain: a clear and concise statemert of the facts constituting the ULP,
including the date and place of occurrence of the particular acts; a statement of the
section(s) and subsection(s) of Titte 5§ USC, Chapter 71 alleged to have been violated;
and a statement of the relief sought in resolution of the charge. Failure by the charging
Party to submit a clear and concise statement wiil prompt the charged Parly o request
a clarification of the facts.

Section 3. Formai Unfair Labor Practices. Formal ULPs will
in accordance with the Authority’s rules and reguiations. The
of the formai charge to the LRO or President, as appropriate.

e submitted to the FLRA
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ARTICLE 34
- EQUAL EMPLOYMENT OPPORTUNITY

Section 1. Neither the Union nor the Employer shall in any way discriminate for or
against an individual regarding employment or conditions of employment because of
race, color, religion, sex, national origin, age, marital status, handicapping condition, -or
other non-merit factors. Policy shall be in strictest adherence to both the letter and spirit
of the Equal Employment Opportunity Act, Age Discrimination in Employment Act, Civil
Service Reform Act, and other applicable government-wide faws, rules and reguiations.

Section 2. The Union and the Employer agree to discuss and work with each other
regarding problems of discrimination and resclve to find mutually effective and lasting
remedies to bona fide cases of discrimination. The Employer will furnish the Union with
a copy of the annual affirmative action report.

Section 3. An employee, discussing a problem of alleged discrimination with an EEO
counselor or at any step of the EEO complaint procedure, has the right to be
accompanied by a representative of hisfher choice, if desired.

Section 4. Discrimination complaints will be processed in accordance with procedures
established by applicable laws, rules, and regulations, including the Negotiated
Grievance Procedure.

Section 5. The Union agrees to provide one representative to the Edwards AFB EEO
committee and to make sure that the representative remains cognizant of the program.

ARTICLE 35
USE OF OFFICIAL FACILITIES
Section 1. Bulletin Boards.
(a) The Union will be provided space for bulletin boards located in areas where
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unit employees are assigned as indicated in Appendix A. The size of each board will
not exceed 4'x4' and will hang adjacent to the Employer's Official bulletin boards.

(b) Notices placed by the Union on the above mentioned bulletin boards will not
contain material that would identify it as the Employer's material or as if it is sponsored
or endorsed by the Employer. Posting will be done during non-duty hours.

(c) The Union agrees the information posted will not be defamatory or suggestive
in nature. The Union will maintain the information on its bulletin boards.

Saction 2?2 Office Space The FEmplaver shall nrn\ndp the AFGFE exclusive use of the
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entire northwest corner of building 3700 This shall include the present office space and
the motorcycle safety course classroom. The Employer shall provide "Contract
Services" for the cleaning of the Union's office space, at the Employer's expense.

Section 3. Telephone Directory. The Union's current center telephone number and
building number will be included in the Classified Listing Section of the base telephone
directory. The location of the Union office will be shown on the Base Area Map and

liabm A Ham o tiral lagend for the Base Area Manp
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Section 4. Distribution. The Union may use the Base Information Transfer System
(BITS) for one mass internal mailing per month of no more than 200 pieces of mail and

o~ inmal maca imtarmal matling per quarier of total mail not to exceed the total
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number of unit employees. The Union is responsibie for delivering the mail to the BITS
office and for applying proper addresses. Because the BITS is handled by a contractor,
. the Union agrees the quality of the BITS service shall not be the subject of a grievance

Section 5. Telecommunications Equipment and Systems. The Employer shall provide
at the Union office one (1) Wide Area Telephone Service (WATS) phone service and
two (2) commercial phone lines. The existing phone line in the back room will be made
available to the Union. The Union may apply for additional commercial telephone lines.
The Union will be responsible for all arrangements and costs associated with the
commercial telephone services.

ARTICLE 36

OFFICERS AND STEWARDS

Section 1. The Employer agrees to recognize as duly authorized representatives all
elected officers, and those appointed to fill vacant officer positions. The officers are the
President. Vice President, Secretary and Treasurer. The Union is alsc authorized one
(1) steward for each fifty (50) employees cover ed by this Agreement.

Section 2. The Union agrees to provide the LRO with a current listing of officers and
stewards. The lists provided to the LRO will include all current local officers and

S

stewards for the unit. L,nanges will be repof ted in wmi:lg and become effective upon
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delivery of the list to the LRO.

Section 3. The Employer will notify officers and stewards seven (7) workdays prior to
reassignment to another organization.

ARTICLE 37
OFFICIAL TIME
Section 1. The use of official time spent by bargaining unit employees and their
representatives in conducting labor- management business is as much in the interest of

management as that of AFGE and empioyees.

Section 2. The AFGE President will be on one hundred percent (100%) official time.

For all other stewards and representatives, the AFGE will be granted a maximum of
2080 hours of official time annually to perform the following duties:

{a) investigate grievances,
(b) conduct research,

(c) meeting with bargaining unit employees and managers when the meeting
was initiated or scheduled at the request of the Union;

(d) preparation of correspondence, briefs, and hearing-reiated matter;

(e) training requested by the Union, and

{fy travei time.

The 2080 hours will not be charged for the following duties:

(a) meetings requested or iniﬁated by management including formal discussions
as defined in 5 USC § 7114(a)(2)(A) and investigative interviews between supervisors
and employees as defined in 5 USC § 7114(a)(2)(B);

(b) hearings (MSPB, EEO, FLRA, and arbitrations);

(c) negotiations (contract and mid-term, including FMCS and FSiP),

(d} labor management relations committee meetings;

(e) safety inspections,

(fy wage survey;

(g) safety/nealth committee meetings;
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(h) handicapped committee meetings.

Section 3. Prior to taking official time off-station, the President will submit a written
request through the LRO stating the duration and purpose of the business. Approval of
leave will continue to be requested through the President’s supervisor or designee.

Section 4. All other officials and stewards will be granted official time not to exceed a
total of 2080 hours annually for the duties listed in Section 2. It is the responsibility of
the Union President to distribute the time among the stewards and representatives.
Each steward and representative shall complete the Record of Official Time Used by
AFGE Represeniatives form (Appendix B of this Agreement) prior to leaving the
assigned work area. All uses of official time shall be recorded. The supervisor or
designee will nomally grant permission to leave providing workload permits such
approval. If release cannot be granted because of workload considerations, the
supervisor or designee shall advise the representative when release wouid be
appropriate. Official time will not be granted if prior approval is not obtained from the
supervisor or designated management official. If the maximum 2080 hour limit is
exceeded, the representative or steward may be granted either annual leave or leave
without pay to cover the excess. Hours not used at the end of the year may not be
carried over.

Section 5. If the AFGE unit membership declines to below 350 employees, the official
time granted for representatives and stewards will be reduced to 1040 hours per year.

Section 6. Official Time for Employees. Unit employees will be afforded a reasonable
amount of duty time, as determined and scheduled by their supervisor, to prepare
grievances, mest with a representative, and present grievances to management. In
determining what is a reasonable amount of time, the supervisor will consider both the
needs of the employee and the current workload requirements. It is understood that the
official time granted is not intended to include all time necessary to prepare a grievance
but, instead, is intended to allow for necessary discussion of grievances with Union
representatives and/or to allow for a review of applicable personnel rules and
regulations. The amrangement of any meetings on official time shail be the sole
responsibility of management and will be handled through the employee’s
supervisor/designee.

Section 7. Union representatives shall be authorized official time to negotiate in
accordance with 5 USC § 7131 (a) and the applicable ground rules.

Section 8. Union representatives soliciting membership, collecting dues or participating
in elections of labor organizations shall conduct these activities in a non-duty status in
accordance with Chapter 71 of Title 5§ 7131 (b).

Section 8. The Employer shall not impede, restrain, interfere with, coerce, discriminate

or reprise against any representative of the Union or any bargaining unit member
because cof representational duties.
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Section 10. The Union will guard against the abuse of official time.
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practicable after the end of the appraisal period. Stewards/Officials shall be informed,
at a minimum, thirty (30) calendar days prior 1o the end of the appraisal period whether
they have met the minimum rating period. The minimum rating period for
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Stewards/Officials not be rateable, the appraisal penod shall be extended until the
employee is rateable. The AFGE President shall be rated in accordance with
government-wide-rules and regulations. The supervisors of Union Stewards/Officials
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laws, rules, regulations and if applicable, a negotiated agreement.
ARTICLE 38
WAGE SURVEY

Section 1. General. The Union shall be notified prior to the start of Wage Surveys which
are scheduled for the applicable wage areas. The Union may nominate a
representative to be a data collector for the full wage and telephone follow-up survey.
The representative shall receive travel and per diem in accordance with the JTR. The
Union principai officers shall be involved in accordance with Federal regulations

including FPM Supplement 532-1

ARTICLE 3¢

Section 1. Employee-Management Work Groups in which bargaining unit employees
participate may be considered formal meetings (discussions) in accordance with the
Statute. Aithough these work groups may meet some or all of the criteria of a formal
meeting (i.e., presence of supervisor, first level or higher; presence of management
representatives; place of the meeting; length of meeting;, a formal agenda; required
attendance) they may not be formal. If there is a question as to the formality of the
meeting, a clarification may be requested from either the LRO or the Union. The
Employer agrees to notify the Union, in writing, of the date and time of Empioyee Work

Group’s formal meetings.

Section 2. The Union President or his designee may appoint a representative to attend
these meetings. Time spent by the Union representative while in attendance at these
meetings shall be on Official Time.

Section 3. By attending these meetings or discussions the Union does not waive its
right to negotiate changes in conditions of employment. When changes in conditions of
employment are proposed or result from the employee-management work groups, the
Union shall be notified consistent with the provisions cutlined in this agreement.  When
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the Union has participated in the Employee-Management Work Group, notification will
be made consistent with the negotiation phase of Article 2, Section 4.

ARTICLE 40
MEETINGS WITH MANAGEMENT
Section 1. When Union representatives wish to discuss matters with management, the

Union will call to request a meeting and will provide sufficient advance information to
allow the manager to prepare for the meeting.

Section 2. The Employer and AFGE are encouraged to meet informally to resolve
potential problems.

TRAINING IN LABOR RELATIONS

The Union and the Employer agree that the successfui impiementation of this
AGREEMENT wili be largely dependent upon the degree to which supervisors, Union
Officials and Stewards thoroughly understand and consistently abide by the provisions
incorporated herein. The Union agrees that stewards and officials of the bargaining unit
will be provided appropriate training by the Union conceming the interpretation and
application of the provisions of the AGREEMENT and those portions of the regulation
dealing with labor-management relations. The purpose of such training will be to
provide an understanding of the provisions of the AGREEMENT and to provide a basis
for the orderly and efficient discussion and resoiution of iabor-management reiations
problems as they occur.

ARTICLE 42
STATEMENT OF PURPOSE

Section 1. The Parties have negotiated this Agreement with & commitment to beginning
a new era of labor/management partnership at the Air Force Flight Test Center,
Edwards AFB. As part of this new relationship, the Parties agree to promote continuous
improvement while fostering the well-being and development of the bargaining unit
employees,

Section 2. The Air Force Flight Test Center and the American Federation of
Government Employees share a desire to shape Edwards AFB into a model Employer
within the Federal government. This Agreement demonstrates the sincerity of both
Parties in attaining this objective. Both recognize the challenge this represents and are

willing to work as partners in identifying problems and crafting solutions which will
enhance the success of this mission.
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Section 3. The Parties agree to direct all energies toward achieving the highest quality
of service possible without sacrificing the needs of the bargaining unit employees
Empioyees are essential for the success of our mission. The Union and the E Empioyer
agree to support this philosophy by working together to create an environment which
emphasizes empowerment and encourages participation.
Section 4. This Agreement has been negotiated in the spirit o
administered by both Parties in partnership.

cooperation and will be

ARTICLE 43
COPIES OF AGREEMENT

Section 1. Copies The Employer agrees to distribute copies of the AGREEMENT to
each employee in the unit and, at the time of hiring, each new empioyee assigned to the
unit. The AFGE shall be furnished one hundred (100) additional copies of this

Agreement.

Section 2. Expenses. The expenses for printing and distnbution of this Agreement
shali be borne by the Employer. :

Section 3. Additional Copies. Any additional copies requested by the Union will be
purchased at the Union’s expense.

The Parties may, by mutual consent, meet to negotiate a supplement or supplements to
the existing AGREEMENT. Negotiated supplement(s) will be limited to the articles in
the AGREEMENT. Negotiated supplements wili be effective after approvai by the
Department of Defense (DOD) or thirty-one (31) calendar days after approval by the
Union and the Employer, whichever occurs first. Any such negotiations of supplements
will be conducted under updated, mutually agreed GROUND RULES.

ARTICLE 45
GENERAL PROVISIONS

Section 1. The Employer agrees to continue providing counseling on retirement
procedures for employees anticipating retirement. Attendance at retirement counseling
sessions will be voluntary on the part of the employee concemed. The retirement
information furmnished an employee will be directed toward assisting the employee in
obtaining the maximum benefits to which entitted under Federal statute as well as
encouraging the employee to plan for retirement. Retirement counseling will be
conducted at least one (1) year in advance of anticipated retirement, uniess conditions
require otherwise.
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Section 2. Throughout the contract, uniess otherwise specified, it is understood that
references to laws, rules, and regulations, means those in effect at the time a concern
about them arises unless said rules or regulations are in conflict with any article within
this Agreement.

ARTICLE 46
DURATION

The effective date of this AGREEMENT will be the date of its approval by the
Department of Defense (DOD) or thirty-one (31) days after execution, whichever is
earlier. 1t will remain in full force and effect from that date until its termination date,
which will be three (3) years less one (1) day from the date of its execution. It shall be
automatically renewed for successive periods of one (1) year, unless either Party gives

written notice to the other of its desire to recpen, modify, or terminate the Agreement.
This written notice must be given not more than one hundred and five (105) calendar
days and not less than sixty (60) calendar days preceding the expiration of this
Agreement. Both Parties agree to an exchange of [etters designating negotiating
committee members, proposed ground rules, proposed changes in articles and
sections, and any proposed new articles and sections at a mutually agreed upon date of
not more than twenty eight (28) calendar days after the date of this written notice.
Negotiations on the proposed ground rules, proposed changes in articles and sections,
and any proposed new articles and sections shall commence as soon as possibie but

not later than fifteen {15) calendar days after this mutual exchange of proposals.
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AUTHENTICATION

Date of Execution:  July 18, 1997
For the Union: For the Employer:
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STANLEY R. SCHOEN ‘RICHARD L. ENGEL
President Major freneral, USAF
AFGE Local 1406 Couyﬁander
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THOMAS W. STEVENS BRIDGET J. RA/SMUSSEN
Vice President Labor Relations Officer

AFGE Local 1406
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ERIC D. PONCEL E EVERETT
Secretary-Treasurer Management Negotiator

AFGE Local 1406

RONALD LUNDGREN
Chief Steward
AFGE Local 1406



LOCATION OF SPACE FOR AFGE BULLETIN BOARDS

BUILDING NUMBER

3735
3500
1850
8423

1600
(4 Boards Located Adjacent ta Each Orderly Room)

381G
1435

1442

1634
(Corrosicn}

AFPENDIX A



RECORD OF OFFICIAL TIME USED BY AFGE REPRESENTATIVE

SUPERVISIOR:

REPRESENTATION DESTINATION TIME

NAME OF REPRESENTATIVE:

ORGANIZATIONS:

e ————— e e

B _ Cc _ D E F

TOTAL HOURS

SUPERVISOR

EMPLOYEE

1

L1

11]

ouT IN GRANTED AGAINST

INITIALS

INITIALS

APPENDIX B



INSTRUCTIONS

The use of official time shall be administered consistent with the provisions of the Agreement
Between the Parties. All time used by an AFGE Representative shall be recorded on this form
prior to leaving the work area. The time in and out will be completed by the Representative.
The Supervisor and Representative will initial blocks F and G to confirm the request and
approval of official time. The codes below will be used to define the applicable use of official
time in Biock B. No other use of time wiil be auihorized without prior approvai from ihe LRO.

CATEGORY REPRESENTATION FUCTION
I NEGOTIATIONS A TERM NEGOTIATIONS
B MIDTERM NEGOTIATIONS
C TIME SPENT AT FMCS, FSIP, FLRA FOR
NEGOTIATIONS

D PREPARATION TIME AS NEGOTIATED IN

VAT NDTIT 1O

GROUND RULES

I | ONGOING LABOR A ATTENDING FORMAL DISCUSSIONS UNDER 35
USC 7114(A)2XA)

B | ATTENDING EXAMINATIONS OF UNIT EMPLOYEES
UNDER 5 USC 7114(A)(2)(8)

ATTENDING MEETINGS AS MEMBER OF
AUTHORIZED COMMITTEE

ATTENDING AUTHORIZED TRAINING
MEETINGS WITH MANAGEMENT OFFICIA

MEETINGS WITH MANAGEMEN L

SAFETY INSPECTIONS
WAGE FIXING SURVEY

@]

)

Qe

>

111 GRIEVANCE AND GRIEVANCE MEETINGS WITH UNIT

APPEALS EMPLOYEES/SUPERVISORS

PREPARATION OF GRIEVANCES
REPRESENTATIVE AT ARBITRATION

ASSIST AN EMPLOYEE WHEN DESIGNATED

IN WRITING TO ACT AS REPRESENTATIVE IN
PREPARING A RESPONSE TO A PROPOSED
DISCIPLINARY/ADVERSE ACTION

E ASSIST AN EMPLOYEE WHEN DESIGNATED IN
WRITING TO ACT AS REPRESENTATIVE IN EEO
PROCEEDINGS

F ASSIST AN EMPLOYEE WHEN DESIGNATED IN
WRITING TO ACT AS REFPRESENTATIVE IN FILING
OR PROCESSING A WORKERS COMPENSATION
CLAIM '

G TIME SPENT FOR ULP PROCESSING AS
DESIGNATED BY FLRA

gaow
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